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Problem Statement
Different people tend to respond differently to various leadership styles. Some employees are hesitant about the changing cultures of an organization. As a leader, one must figure out how they can change their leadership styles to convince the employees of the importance of changing the culture of the company. This paper will discuss different organizational leadership styles and the style that best suits a company that wants to change its culture.
There are several managerial leadership styles and management theories. In reality, none of them can be said to be right or wrong. In order to be successful in the execution of a leadership style, one should first identify his natural style of leadership. There are three major leadership style categories; democratic, autocratic, and laissez-faire (Bhatti, 2012). Autocratic leadership maintains control and tell the employees what they are supposed to do. Democratic leadership, on the other hand, tends to support teamwork and listen to the opinions of the employees before any decision-making. Laissez-faire leadership is a freestyle kind of leadership, but they are often available when they are needed. Being aware and understanding one's own natural style of leadership is the initial step to get the workers to adapt to the new style and culture (Rafiq Awan, 2010). 
After determining one's leadership style, the next step is to recognize the advantages and disadvantages of the leadership styles mentioned above. In autocratic leadership, decision-making is fast, and things are done in relatively lesser time (Nanjundeswaraswamy, 2014). Also, the workforce tends to be productive. However in the absence of the manager, productivity declines. Leaders who are democratic are always respected by the employees because the latter appreciate if they are valued and will work hard to be more productive but democratic leadership is not effective if there is conflict in the workplace. Laissez-faire leadership is effective only when the employees are highly skilled and knowledgeable. All of these styles of leadership are effective in different working environments. 
The third step is to appreciate workforce diversity. Diversity is seen as dissimilarities among employees that create or define the organizational culture. Diversity dimensions include race, age, gender, religion, education, social status, among others (Erwin, 2010). A leader should forget all their prejudices and observe the relationship between the employees and how they perform their jobs. Highly skilled workers will respond positively to laissez-faire and democratic styles of leadership while the low skilled employees will respond well to autocratic leadership (Jogulu, 2010). Finally, one should try experimenting with these different leadership styles to find out what would work best with their employees. An “open door” policy should be maintained to allow workers to be free to discuss issues related to work. 
In order to make the employees adapt to change, relevant training is required. They should never be made to feel as if they are not experienced or educated enough such that they are not suitable for the impending cultural change (Erwin, 2010). They should be provided with training, proper education, coaching, illustration, practices, among other practices that will encourage them to adapt to change. Leaders should also motivate their employees by briefing them about the impending change and motivate them by informing them how helpful and effective the change would be for their future. 
The processes, skills, products, innovation, training, and new technologies will be useful for both the organization and the future of the employees (Erwin, 2010). Leaders should inform the employees that many organizations are in high demand of trained employees and that is why they should be part of the training as well as changes in the workplace which would make them more competitive compared to other workers in other organizations. They would be more motivated, educated, and encouraged towards cultural change in the organization.
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